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ABSTRAK 
Objektif utama kajian ini adalah untuk mengkaji hubungan di antara gaya kepimpinan 
dan tekanan peranan. Kajian ini juga ingin mengenalpasti hubungan signifikan di 
antara gaya kepimpinan dan tekanan peranan. Sampel kajian ini terdiri daripada 92 
pekerja dari Pusat Rangkaian Operasi Telekom Malaysia Cyberjaya. Data dikumpul 
melalui kajian soal selidik. Pendekatan kuantitatif telah digunakan untuk menganalisis 
data. Data di dalam kajian ini dianalisis menggunakan perisian SPSS versi 24.  Bagi 
menganalisis data yang dikumpul, beberapa analisis telah dilakukan seperti analisis 
kekerapan, analisis kebolehpercayaan, analisis deskriptif, analisis korelasi (Analisis 
Korelasi Pearson), analisis regrasi dan ujian T. Analisis Korelasi Pearson 
menunjukkan gaya kepimpinan transaksional  mempunyai hubungan positif dengan 
tekanan peranan dan sebaliknya bagi gaya kepimpinan transformasional. Hasil kajian 
menunjukkan bahawa gaya kepimpinan transaksional memainkan peranan dalam 
mempengaruhi tekanan peranan pekerja di Pusat Rangkaian Operasi Telekom 
Malaysia (TM) Cyberjaya, Selangor. 
 
Kata kunci: Gaya Kepimpinan Transaksional, Gaya Kepimpinan Transformasional, 
Tekanan Peranan 
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ABSTRACT 
 
The main objective of this study is to examine the relationship between leadership 
style and role stressors. This study also to identify significant relationship between 
leadership styles and role stressors. The sample of this study consist of 92 employees 
from Network Operation Centre (NOC) Telekom Malaysia in Cyberjaya. The data 
were collected through a questionnaire survey. Quantitative approach was used to 
analysis the data. The data in this study was analyzed using SPSS version 24. To 
analysis the collected data, some analysis have been done such as frequency analysis, 
reliability analysis, descriptive analysis, correlation analysis (Pearson correlation 
analysis), regression analysis and T-test. Pearson correlation analysis shows that 
transactional leadership style has positive relationship with role stressor and otherwise 
for transformational leadership style. The findings show that the transactional 
leadership style plays an important role in influencing the role stressor of employees 
at Network Operation Centre (NOC) Telekom Malaysia (TM) in Cyberjaya. 
 
Keyword: Transactional Leadership Style, Transformasional Leadership Style, Role 
Stressor 
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BAB 1 
PENGENALAN 
1.1 Pengenalan 
Bab ini secara menyeluruh menerangkan latar belakang kajian, seterusnya diikuti oleh 
penyataan masalah. Hasil daripada perbincangan masalah ianya membentuk persoalan 
kajian dan objektif kajian. Kepentingan kajian dan skop kajian juga diterangkan. Bab 
ini diakhiri dengan definisi terma utama kajian. 
 
1.2 Latar Belakang Kajian 
Kepimpinan adalah pengaruh sosial di mana pemimpin berusaha ke arah penyertaan 
orang bawahan dalam usaha untuk mencapai matlamat organisasi (Mohammed, 
Yusuf, Sanni, Ifeyinwa, Bature & Kazeen, 2014); proses di mana seseorang memberi 
kesan pengaruh sosial ke atas ahli-ahli kumpulan (Muzaare G, 2016); proses 
mempengaruhi aktitivi individu atau sekumpulan individu sebagai usahanya ke arah 
pencapaian matlamat dalam situasi tertentu (Mohiuddin, 2017) dan konsep hubungan 
melibatkan kedua-dua agen yang mempengaruhi dan dipengaruhi (Dosumu & 
Olusanya, 2011). 
 
Kepimpinan mempunyai kesan ke atas sikap pekerja terhadap kerja mereka dan 
kejayaan organisasi bergantung kepada gaya kepimpinan yang diamalkan oleh 
pemimpin (Saleem, 2015). Pemimpin yang baik atau berkesan memberi inspirasi, 
mendorong dan mengarah aktiviti untuk membantu mencapai matlamat kumpulan 
The contents of 
the thesis is for 
internal user 
only 
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LAMPIRAN A: UJIAN KEBOLEHPERCAYAAN 
1. Gaya Kepimpinan Transaksional 
Case Processing Summary 
 N % 
Cases Valid 92 100.0 
Excluded
a
 0 .0 
Total 92 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items N of Items 
.697 .714 8 
 
2. Gaya Kepimpinan Transformasional 
Case Processing Summary 
 N % 
Cases Valid 92 100.0 
Excluded
a
 0 .0 
Total 92 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items N of Items 
.934 .938 12 
 
 
 
88 
 
3. Tekanan Peranan 
 
Case Processing Summary 
 N % 
Cases Valid 92 100.0 
Excluded
a
 0 .0 
Total 92 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
 
Reliability Statistics 
Cronbach's 
Alpha 
Cronbach's 
Alpha Based on 
Standardized 
Items N of Items 
.860 .859 14 
 
 
LAMPIRAN B: ANALISIS DISKRIPTIF 
Descriptive Statistics 
 N Minimum Maximum Mean Std. Deviation 
MTransaksionalLeadership 92 2.38 4.75 3.3668 .50642 
MTransformasionalLeaders
hip 
92 2.00 5.00 3.3967 .70779 
MRoleStressor 92 2.07 4.36 3.1623 .51715 
Valid N (listwise) 92     
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LAMPIRAN C: ANALISIS KEKERAPAN 
1. Jantina 
 
Jantina 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Lelaki 34 37.0 37.0 37.0 
Perempuan 58 63.0 63.0 100.0 
Total 92 100.0 100.0  
 
2. Umur 
Umur 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 - 25 18 19.6 19.6 19.6 
26 - 30 20 21.7 21.7 41.3 
31 - 35 43 46.7 46.7 88.0 
36 - 40 11 12.0 12.0 100.0 
Total 92 100.0 100.0  
 
3. Status Perkahwinan 
Status Perkahwinan 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Bujang 30 32.6 32.6 32.6 
Berkahwin 59 64.1 64.1 96.7 
Bercerai 3 3.3 3.3 100.0 
Total 92 100.0 100.0  
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4. Bangsa 
Bangsa 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Melayu 87 94.6 94.6 94.6 
Cina 2 2.2 2.2 96.7 
India 3 3.3 3.3 100.0 
Total 92 100.0 100.0  
 
5. Tempoh Perkhidmatan 
Tempoh Perkhidmatan 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 1 - 5 Tahun 54 58.7 58.7 58.7 
6 - 10 Tahun 35 38.0 38.0 96.7 
11 - 15 Tahun 1 1.1 1.1 97.8 
16 - 20 Tahun 2 2.2 2.2 100.0 
Total 92 100.0 100.0  
 
 
6. Tahap Pendidikan 
Tahap Pendidikan 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid SPM 2 2.2 2.2 2.2 
Diploma 30 32.6 32.6 34.8 
Sarjana Muda 55 59.8 59.8 94.6 
Sarjana 5 5.4 5.4 100.0 
Total 92 100.0 100.0  
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7. Tahap Perjawatan 
Kategori Pekerjaan 
 
Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Bukan Eksekutif 18 19.6 19.6 19.6 
Eksekutif 63 68.5 68.5 88.0 
Pengurusan 11 12.0 12.0 100.0 
Total 92 100.0 100.0  
 
 
LAMPIRAN D: ANALISIS KORELASI 
Gaya Kepimpinan Transaksional, Gaya Kepimpinan Transformasional, 
Tekanan Peranan 
Correlations 
 
MTransaksional
Leadership 
MTransformasio
nalLeadership MRoleStressor 
MTransaksionalLeadership Pearson Correlation 1 .454
**
 .625
**
 
Sig. (2-tailed)  .000 .000 
N 92 92 92 
MTransformasionalLeaders
hip 
Pearson Correlation .454
**
 1 .175 
Sig. (2-tailed) .000  .096 
N 92 92 92 
MRoleStressor Pearson Correlation .625
**
 .175 1 
Sig. (2-tailed) .000 .096  
N 92 92 92 
**. Correlation is significant at the 0.01 level (2-tailed). 
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LAMPIRAN E: ANALISIS REGRESI 
Correlations 
 
MRoleStressor 
MTransaksional
Leadership 
MTransformasio
nalLeadership 
Pearson Correlation MRoleStressor 1.000 .625 .175 
MTransaksionalLeadership .625 1.000 .454 
MTransformasionalLeaders
hip 
.175 .454 1.000 
Sig. (1-tailed) MRoleStressor . .000 .048 
MTransaksionalLeadership .000 . .000 
MTransformasionalLeaders
hip 
.048 .000 . 
N MRoleStressor 92 92 92 
MTransaksionalLeadership 92 92 92 
MTransformasionalLeaders
hip 
92 92 92 
 
 
Variables Entered/Removed
b
 
Model 
Variables 
Entered 
Variables 
Removed Method 
1 MTransformasio
nalLeadership, 
MTransaksional
Leadership 
. Enter 
a. All requested variables entered. 
b. Dependent Variable: MRoleStressor 
 
 
Model Summary
b
 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate 
1 .637
a
 .405 .392 .40326 
a. Predictors: (Constant), MTransformasionalLeadership, 
MTransaksionalLeadership 
b. Dependent Variable: MRoleStressor 
 
 
 
 
 
93 
 
ANOVA
b
 
Model Sum of Squares df Mean Square F Sig. 
1 Regression 9.864 2 4.932 30.329 .000
a
 
Residual 14.473 89 .163   
Total 24.338 91    
a. Predictors: (Constant), MTransformasionalLeadership, MTransaksionalLeadership 
b. Dependent Variable: MRoleStressor 
 
 
 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
95.0% Confidence Interval 
for B Correlations 
Collinearity 
Statistics 
B Std. Error Beta Lower Bound Upper Bound 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 1.141 .296  3.848 .000 .552 1.730      
MTransaksionalLeadership .702 .094 .687 7.489 .000 .516 .888 .625 .622 .612 .794 1.260 
MTransformasionalLeadership -.100 .067 -.137 -
1.498 
.138 -.234 .033 .175 -.157 -
.122 
.794 1.260 
a. Dependent Variable: MRoleStressor 
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Collinearity Diagnostics
a
 
Model Dimension Eigenvalue Condition Index 
Variance Proportions 
(Constant) 
MTransaksional
Leadership 
MTransformasio
nalLeadership 
1 1 2.967 1.000 .00 .00 .00 
2 .022 11.509 .23 .07 .95 
3 .011 16.602 .77 .93 .04 
a. Dependent Variable: MRoleStressor 
 
 
Residuals Statistics
a
 
 Minimum Maximum Mean Std. Deviation N 
Predicted Value 2.5730 4.1644 3.1623 .32924 92 
Std. Predicted Value -1.790 3.044 .000 1.000 92 
Standard Error of Predicted 
Value 
.042 .147 .068 .025 92 
Adjusted Predicted Value 2.5334 4.2655 3.1651 .33262 92 
Residual -.72128 1.00752 .00000 .39881 92 
Std. Residual -1.789 2.498 .000 .989 92 
Stud. Residual -1.866 2.599 -.003 1.014 92 
Deleted Residual -.78525 1.09032 -.00288 .41970 92 
Stud. Deleted Residual -1.893 2.688 -.003 1.027 92 
Mahal. Distance .012 11.031 1.978 2.375 92 
Cook's Distance .000 .185 .018 .038 92 
Centered Leverage Value .000 .121 .022 .026 92 
a. Dependent Variable: MRoleStressor 
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RELATIONSHIP BETWEEN LEADERSHIP STYLES AND
ROLE STRESSOR
I'm postgraduate student from Universiti Utara Malaysia Kuala Lumpur conducting a research survey 
entitled: RELATIONSHIP BETWEEN LEADERSHIP STYLES AND ROLE STRESSOR and the survey 
has been developed to collect data required for the completion of my dissertation research paper at the 
Universiti Utara Malaysia’s Graduate School of Business. Hence, I would appreciate if you could spare 
10 minutes of your time to answer this questionnaire.  All information given will be kept confidential and 
will only be used for academic purposes. Kindly provide response for each item the best representative 
your own perception and complete all questions in the survey.
Thank you very much for your time and valuable contribution to the study.
Student MHRM UUM KL 
Email: ladylike.maira84@gmail.com
* Required
Section A: Transactional Leadership
For each statement, please show the extent to which you agree or disagree by choosing the number that 
best reflects of your feelings.
1. Specified what I will receive, if I perform very well *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
2. So satisfaction when I do a good job. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
3. Always pays attention on mistakes, exception and deviations from standards *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
4. Always keeps track of my mistakes *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
LAMPIRAN F: BORANG SOAL SELIDIK
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5. Spends it time looking to put out fires *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
6. Pays attention toward failure to meet standards *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
7. Show attitudes of “if it isn’t broke, don’t fix it’’ *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
8. Only takes action only if things go wrong *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
Section B: Transformational Leadership
For each statement, please show the extent to which you agree or disagree by choosing the number that 
best reflects of your feelings.
9. I feel good being around my manager *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
10. I have complete faith in my manager *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
97
11. I am proud to be associate with my manager *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
12. My manager is optimistic about the future *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
13. My manager usually talks about what needs to be done *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
14. My manager always articulate about vision of the future *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
15. May others to think about old problems in new ways *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
16. Give new ways on how to do our jobs *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
17. Solves problems in different perspectives *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
98
18. Spends more time in developing others *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
19. Treats me as an individual rather than just a member of a group *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
20. Give personal attention to others that feels rejected *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
Section C: Role Conflict
For each statement, please show the extent to which you agree or disagree by choosing the number that 
best reflects of your feelings.
21. I have to do things that should be done differently *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
22. I receive an assignment without the manpower to complete it. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
23. I have to buck a rule or policy in order to carry out an assignment. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
99
24. I have to work with two or more groups who operate quite differently. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
25. I receive incompatible requests from two or more people. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
26. I do things that are apt to be accepted by one person and not accepted by others. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
27. I receive an assignment without adequate resources and material to execute it. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
28. I work on unnecessary things. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
Section C: Role Ambiguity
For each statement, please show the extent to which you agree or disagree by choosing the number that 
best reflects of your feelings.
29. I feel certain about how much authority I have. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
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30. There are clear planned goals and objectives for my job. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
31. I know that I have divided my time properly. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
32. I know what my responsibilities are. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
33. I know exactly what is expected of me. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
34. Explanation is clear of what has to be done. *
Mark only one oval.
1 2 3 4 5
Strongly Not Agree Strongly Agree
Section D: Respondent Background
This section includes questions about you for the purpose of grouping data
35. Gender *
Mark only one oval.
 Male
 Female
36. Age *
37. How long have you been working here? *
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38. What is your job status in the company *
Mark only one oval.
 Permanent
 Contract
39. What is your job category in the company *
Mark only one oval.
 Non Executive
 Executive
 Management
40. What is the highest level of education that you have completed? *
Mark only one oval.
 SPM
 STPM
 Diploma
 Degree
 Master Degree
 PHD
41. What is your marital status? *
Mark only one oval.
 Single
 Married
 Divorced
42. Ethnicity *
Mark only one oval.
 Malay
 Chinese
 Indian
 Others
